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Most	Common	Onboarding	Experienced		 Top	Preferred	Onboarding	 Second	Preferred		 Third	Preferred		
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21.03%	
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26.41%	
26.61%	
27.04%	
27.35%	
28.76%	
SabbaScal,	professional,	or	research	
Librarians	are	eligible	for	tenure	or	
Librarians	have	faculty	status	
PotenSal	for	promoSon	
Local	cost	of	living	
Work	environment	
ReputaSon	of	the	insStuSon	
Benefits	package	
Salary	range	
Support	of	professional	development	
Flexible	work	scheduling	
Employee	engagement	
PosiSon	responsibiliSes	
Most	PosiSve	Impact	(5)	
Secondary	PosiSve	Impact	(4)	
Early	Career	RetenSon	Indicators	
(Employee	SaSsfacSon):	
Onboarding	PracSces	&	Preferences		
Early	Career	ANriSon	Indicators	
(Employee	DissaSsfacSon):	
Top	3	Reasons	New	Librarians	Stay	:	
Top	3	Reasons	New	Librarians	Leave:	
402	Respondents		
1  PosiSon	ResponsibiliSes/	Work	
Environment	(Se)	
2  Support	of	Professional	
Development	
3  Benefits	Package		
1  Other	Library	OpportuniSes		
2  Work	Environment		
3  Salary		
“Since	I've	started	we	now	have	a	formal	
onboarding	checklist	with	all	new	
employees--it	seems	really	comprehensive	
and	helpful	(wish	it	had	been	there	for	me).”	
“We	do	not	have	a	formal	onboarding	
process.	Supervisors	make	it	up	as	they	
go	so	it	varies	from	department	to	
department.”	
“Informal	mentoring	
"buddy"	program	
with	another	
librarian.”	
For	Early	Career	Librarians		
¨  Research	local	cost	of	living	and	area	highlights.	
¨  Seek	out	mentorship	if	no	formal	path	exists;	
gevng	engaged	in	your	library’s	culture	is	one	
indicator	of	early	career	saSsfacSon	and	retenSon.		
¨  Say	yes	to	informal	opportuniSes	for	leadership;	
“lead	from	below”	(Raab	2009).	
¨  Look	at	long	and	short-term	opportuniSes	to	serve	
in	professional	organizaSons,	on	campus,	and	in	
the	library	(Raab	2009).	
¨  Perform	self-evaluaSon,	including	measuring	gains	
in	competence	(Hall-Ellis	and	Grealy	2013).	
For	Mentors	&	Administrators		
¨  Inquire	about	a	new	hire’s	preferred	on	
boarding	acSviSes;	follow	through	where	
possible.	
¨  Engaged	supervisor	relaSonships	with	early	
career	librarians	can	increase	retenSon.		
¨  New	librarians	value	professional	
development	support	and	the	ability	to	
contribute	to	a	posiSve	work	environment.		
¨  Formal	mentorship	empowers	new	librarians	
to	grow	and	move	into	leadership	posiSons		
(Hall-Ellis	and	Grealy	2013)	
